The notion of organizational culture has been important in the study of organizational behavior for the past decade (e.g., Barley, Meyer, & Gash, 1988; Smircich, 1983) . In spite of disagreements over some elements of definition and measurement, researchers seem to agree that culture may be an important factor in determining how well an individual fits an organizational context (e.g., Kilmann, Saxton, & Serpa, 1986; Schein, 1985) . Implicit in writing on this theme is a logic of person-culture fit fundamentally drawn from an interactional psychology perspective in which aspects of both individual and situation combine to influence a focal individual's response to a given situation (e.g., Chatman, 1989; Schneider, 1987; Terborg, 1981) . In this regard, aspects of individuals, such as values and instance, they proposed that satisfaction results from "a harmonious relationship between the individual and his environment, suitability of the individual to the environment and vice versa" (1969: 45). Tom (1971) recast this notion of person-situation complementarity to focus on personorganization fit. He studied the role of personality and organizational images in the recruiting process and found that the greater the similarity between an individual's self-concept and his or her image of an organization, the more that individual preferred that organization. In a similar vein, Keon and colleagues (1982) found that individuals with a positive self-image sought to enter graduate schools with positive organizational images. Other studies have reported generally consistent findings (e.g., Graham, 1976) .
More recent studies of early career adjustment and person-job fit have also invoked notions of congruence. For example, in a programmatic effort, Wanous and his colleagues showed how an accurate understanding of job requirements can enhance a person's adjustment to a job (Wanous, 1977) . Similarly, the congruence between a person and a job have embodied notions of fit (e.g., O'Reilly, 1977): the degree to which individuals are suited to a job depends on their motives and needs and the job's requirements (Hackman & Oldham, 1980) . The cited studies and more general studies of person-situation interactions (e.g., Diener, Larsen, & Emmons, 1984; Pervin, 1968) rest on the premise that positive responses will occur when individuals fit or match the requirements of a situation. Although broadly used and intuitively compelling, the person-situation framework has spawned a number of disagreements. For example, a recent issue of the Academy of Management Review (1989, vol. 14, no. 3) contained articles dealing with those controversies. One important question raised is how fit should be defined (Chatman, 1989) .
The definition of fit remains a critical and largely unanswered question (Rynes & Gerhart, 1990 ). For instance, most studies of person-situation fit in organizations have used normative measures of personality to assess individual characteristics and relatively broad classifications of tasks, occupations, or jobs to characterize situations. Thus, people are described with one language, or set of characteristics, and situations with a totally different language. This failure to describe people and situations along commensurate dimensions limits scholars' ability to develop a coherent theory of personsituation interactions (Graham, 1976;  Pervin, 1968;  Springfield, 1988) and makes it difficult to determine the real impact of person-situation effects (Terborg, 1981) . Further, the use of a very limited set of descriptions of person and situation may make the detection of any true interaction effect difficult. Davis-Blake and Pfeffer, for example, observed that similar jobs in different firms may vary greatly and concluded that the "measurement of job characteristics requires moving beyond crude occupational surrogates to measures which actually reflect the characteristics of a particular job as it is structured in a particular organizational setting" (1989: 394). A similar criticism can be made of the extant treatments of personality, in which most researchers have relied on a few normative measures that may not only fail to describe individuals adequately but may also assess personality characteristics not relevant to the people or situations under study (O'Reilly, Caldwell, & Mirabile, 1990; Weiss & Adler, 1984) . Thus, although suggestive, previous research has generally failed to describe people and situations in a comprehensive manner along commensurate and relevant dimensions. This failure has hindered the development and empirical assessment of coherent theories of person-situation interaction.
Recent work in interactional psychology has begun to identify the characteristics of effective techniques for addressing person-situation effects. Bem and Funder (1978) argued that, in addition to providing comprehensive measurements, effective techniques for assessing persons and situations should allow for holistic comparisons across multiple dimensions. Such an approach can be thought of as "semi-idiographic" in that it is idiographic (i.e., compares the relative strength of attributes within a single individual) with respect to individual attributes but permits comparisons of personsituations (Luthans & Davis, 1982; Springfield, 1988) . Since any given trait dimension will not be applicable to all individuals, we want to be able to select only those personological variables that are pertinent to a focal individual. Doing so requires an idiographic approach rather than a nomothetic one in which all individuals are rated in terms of a given attribute (Lamiell, 1981) . The difficulty, however, with an idiographic approach is that it isn't clear what to do once a rating has been made. What is then needed is to be able to compare individuals even though descriptors may be differentially relevant to them.
Using "Q-methodology" (Stephenson, 1953 ), Bem and Allen (1974) developed a template-matching technique to accommodate this dual concern with relevance and comparability. This approach focuses on the salience and configuration of variables within a person rather than on the relative standing of persons across each variable. Since not all characteristics apply to all people and since what differentiates people from each other is the set of traits salient to each individual, an assessment of person-situation fit must permit such idiographic measurement of each person while also allowing comparisons across situations. Such an approach requires a large number of items or descriptors that comprehensively describe individuals and are relevant to particular situations. For instance, Bem and Funder (1978) created a 100-item profile of the ideal person for successful performance in an array of specific situations. How well individuals might do in a situation was predicted by how well they matched the ideal person-in-situation profile. Thus, rather than comparing a person and situation on a few dimensions, an appropriate person-situation investigation would attempt to determine the overall fit of the person to the set of relevant situational attributes.
Drawing on the Q-sort technique used for template matching, Caldwell and O'Reilly (1990) and O'Reilly and colleagues (1990) developed a profilematching process to assess person-job fit. Using a structured interview job analysis with job incumbents and experts, they first developed a comprehensive set of competencies required for successful job performance. This set (typically 60-90 items) was then used to construct a consensus profile of the job. Individual profiles were then obtained by using peers and superiors as assessors. Person-job fit was measured by correlating the two profiles. Results of a series of studies have shown that person-job fit predicts performance, satisfaction, and turnover across a variety of jobs. Like template matching (Bem & Funder, 1978) , the profile comparison process comprehensively assesses individuals and situations using a common language, allows for the ipsative measurement of individual characteristics by arraying attributes in terms of their salience to the individual, and provides a direct measure of person-situation fit. The profile comparison process goes beyond template matching by using items that are highly specific to a target situation and equally relevant to a person and a situation. Thus, the application of a Q-sort technique appears to be a useful way to obtain semi-idiographic assessments of fit and offers a way to resolve a number of the measurement problems that have characterized earlier studies of person-situation interaction.
Person-Culture Fit
Although a number of earlier studies have explored the general notion of person-organization fit (e.g., Graham, 1976; Joyce & Slocum, 1984; Tom, 1971 ), more recent interest has centered on the idea that organizations have cultures that are more or less attractive to certain types of individuals (e.g., Wilkins & Ouchi, 1983) . As Barley and colleagues (1988) noted, the concept of organizational culture has a long history, dating to early sociological studies (e.g., Gouldner, 1954; Selznick, 1949) . Only recently, however, has the term "organizational culture" become prominent.
Drawing on theories from anthropology, sociology, and social psychology, researchers have made a number of efforts to understand the behavior of individuals and groups in organizations using cultural concepts such as semiotics, rituals, ceremonies, stories, and language (e.g., Ouchi & Wilkins, 1985; Smircich, 1983; Swidler, 1986; Trice & Beyer, 1984) . This process has generated a series of debates over issues such as the definition of "culture," the appropriate methodology for investigating it, and the proper level of analysis for its study. Barley (1983) pointed out that all studies of culture, whatever their theoretical origin, use reasonably similar terms and constructs. Differences exist among researchers in how objective or subjective, conscious or unconscious their use of these terms and constructs is and in what they see as appropriate elements to study. Typically, researchers have agreed that culture can be thought of as a set of cognitions shared by members of a social unit (e.g., Geertz, 1973; Smircich, 1983) . Rousseau (1990) provided an excellent description of the common elements in such sets and suggested a framework including fundamental assumptions, values, behavioral norms and expectations, and larger patterns of behavior. Research on culture usually begins with a set of values and assumptions (Enz, 1988; Martin & Siehl, 1983; Schein, 1985; Weiner, 1988 The pervasiveness and importance of values in organizational culture are fundamentally linked to the psychological process of identity formation in which individuals appear to seek a social identity that provides meaning and connectedness (Ashforth & Mael, 1989) . A substantial body of research has shown that individuals tend to classify themselves into social categories, such as gender, race, ethnicity, and organizational affiliation, and to use those categories to define themselves. For instance, people appear particularly able to discriminate between in-groups and out-groups and to be attracted to those seen as similar to themselves (Brewer, 1979; Moreland, 1985 Much previous research has suggested that person-culture fit increases commitment, satisfaction, and performance, but very little empirical research on these relationships has been done. 
METHODS

Overview
To investigate person-culture fit, we developed an instrument we called the Organizational Culture Profile (OCP). This instrument contains a set of value statements that can be used to idiographically assess both the extent to which certain values characterize a target organization and an individual's preference for that particular configuration of values. Person-culture fit can be calculated by correlating the profile of organizational values with the profile of the individual's preferences.
In a set of related investigations using multiple sets of respondents, we explored the characteristics of the OCP and demonstrated its ability to assess both organizations and people. In addition, we explored the relationship between preferences for organizational values and individual personality variables. Finally, we used the OCP to assess person-culture fit and test for the relationship between fit and work-related outcomes.
Development and Use of the Organizational Culture Profile
The OCP was developed and used to measure person-organization fit. The approach to its development followed Caldwell and O'Reilly (1990). The OCP contains 54 value statements that can generically capture individual and organizational values. Following the general procedure for generating Q-sort profiles (Block, 1978) , we had respondents sort the 54 items into nine categories, ranging, for instance, from most to least desirable or from most to least characteristic, and to put a specified number of statements in each category; the required item-category pattern is 2-4-6-9-12-9-6-4-2. Fewer items are required at the extremes than in the central, more neutral categories. The question respondents were asked to keep in mind while sorting the deck varied according to whether they were describing their own preferences or the value system or culture of a focal organization. To develop a profile of an organization's culture, we instructed respondents familiar with the organization to sort the 54 value statements according to the extent to which the items were characteristic of the organization. For individual preferences, individuals were asked to sort according to their personal preferences for each value in their ideal organization. With this procedure, separate groups of individuals can be used to assess a firm's culture and provide ratings of preferences. The degree to which the organization's values are consistently shared can be investigated by the intercorrelation among raters using a variation of the Spearman-Brown general prophecy formula (Nunnally, 1978). A more complete description of the development and general use of the OCP follows.
Step 1 Schein, 1985) . The purpose of this review was to identify a comprehensive set of values that could be used to characterize both individuals and organizations. An attempt was made to identify items that (1) could be used to describe any person or organization, (2) would not be equally characteristic of all people or organizations, and (3) would be easy to understand.
The initial pool of items consisted of over 110 items. For the final set, we used four criteria: (1) generality-an item should be relevant to any type of organization, regardless of industry, size, and composition; (2) discriminability-no item should reside in the same category for all organizations; (3) readability-the items should be easily understandable to facilitate their having commonly shared meanings; and (4) nonredundancy-the items should have distinct enough meanings that they could not substitute for one another consistently. Therefore, in addition to the literature search, we made a systematic empirical check to insure that the items met those criteria.
We asked 38 undergraduates participating in a vocational interest feedback program, all seniors majoring in business administration, and four faculty members to screen the 110 items, identifying items that were redundant, irrelevant, or difficult to understand. They were also asked to identify any unincluded items that would be important descriptors of an organization's culture. We made a similar check with respondents from a set of accounting firms. After several iterations, we obtained a final set of 54 value-based characteristics, which are listed in the Appendix.
Step 2-Assessing characteristics of firms. To obtain profiles of the cultures of firms, we identified sets of key informants with broad experience and asked them to sort the 54 items in terms of how characteristic each was of their organization's culture. Respondents received the following definition and instructions: "Important values may be expressed in the form of norms or shared expectations about what's important, how to behave or what attitudes are appropriate. Please sort the 54 values into a row of nine categories, placing at one end of the row those cards that you consider to be the most characteristic aspects of the culture of your organization, and at the other end those cards that you believe to be the least characteristic...."
To study eight accounting firms, Chatman (1988) used an average of 16 accountants per firm with an average tenure of eight years. She constructed separate firm profiles by averaging the responses of the raters within each firm. The extent to which individuals in a firm described it in a consistent way was assessed through a variation of the Spearman-Brown general prophecy formula. The eight profiles showed substantial reliability, with an average alpha of .88, representing a range of .84 to .90, indicating relatively high levels of agreement among the raters in each firm. The similarity of the cultures of the eight firms was assessed by correlating the overall firm pro-files with one another. These correlations ranged from .29 to .85, suggesting substantial variability in the extent to which any two firms had similar cultures. Reliabilities for the government agency and other accounting firms used in the studies reported here were also high.
Step 3-Assessing individual preferences. To assess individual preferences for organizational cultures, respondents were asked to sort the 54-item deck into the nine categories by responding to the question, "How important is it for this characteristic to be a part of the organization you work for?" The answers ranged from "most desirable" to "most undesirable." To assess the test-retest reliability, or stability, of such preferences, we had 16 M.B.A.-degree candidates complete Q-sorts 12 months apart. The instructions for these respondents were identical to those for the other groups providing data for the overall effort reported here. Correlations over the year averaged .73, suggesting a high stability of preferences. To investigate possible social desirability bias in the sorts, we gave eight doctoral students at the same university a description and definition of what constitutes social desirability bias and asked them to sort the 54 items in the most socially desirable way. Such biases, if undetected, could limit the variability of the profiles. In order to minimize such limitation, we cast all items in the OCP in socially neutral or slightly positive terms. This social desirability profile was then compared to firm profiles for the eight accounting firms. No evidence of social desirability bias emerged-organizations' members did not appear to be sorting the OCP in a way calculated to make their firms look like good places to work.
Step 4 , 1980) , a well-developed and widely used measure of personality. Men comprised 57 percent of group 1, women 43 percent; the average age was 27.7 and the average years of work experience was 3.2. We used this group in two ways, first in combination with other groups to assess the structure of individual preferences for organizational values, and second, to investigate the relationship between personality and preferences for organizational cultures.
A second group of 93 M.B.A. students at a midwestern university provided OCP data on individual culture preferences (group 2). Men comprised 54 percent of this group; the average age was 26 and the average number of years of work experience was two. We combined this group with others to assess the structure of individual preferences.
The third group of respondents was part of a longitudinal study that tracked new accountants as they entered and proceeded through their first two years in west coast offices of eight of the largest U.S. public accounting firms (Chatman, 1988) Control variables. Since the initial person-organization fit data were obtained very soon after individuals joined their firms, during what is potentially a key time in shaping future attitudes (e.g., Louis, 1980), we controlled tenure with a firm at the time initial data were collected (x = 19 days, s.d. = 27). Age and gender were also used as control variables. Although respondents differed in the degrees they had obtained, we did not use degree as a control because all these individuals had identical jobs and because the quality of the programs from which they had graduated varied substantially. It therefore seemed that issues degree might normally index, such as expectations and career prospects, would not be related to that variable for the individuals studied.
RESULTS
Although the initial development of the OCP showed good internal and test-retest reliability, validity remained a major concern; did the OCP discriminate among individuals and organizations in terms of their central value systems and did the measure of individual-culture fit have predictive validity? To test those questions, we used two general types of analyses. First, we conducted separate factor analyses of the individual (Table 1) and organizational profiles (Table 3) to examine the dimensionality underlying the OCP. To be useful, the dimensions of individual preferences and organizational cultures should be comparable. Evidence of such comparability would indicate that the types of cultures individuals indicate they want are generally equivalent to the cultures organizations offer, and lack of comparability would reduce the meaningfulness of person-organization fit. In addition, evidence that the individual dimensions of culture are associated with characteristically different personality types would suggest that the underlying factors are psychologically meaningful (Table 2 ). In addition to seeking evidence of discriminant validity, we used a second set of analyses based on person-organization fit scores to predict satisfaction, commitment, and tenure (Tables 4-6 ). Taken together, the results of these analyses dem- From a scree test, eight interpretable factors with eigenvalues greater than 1.0 and defined by at least three items emerged. This pattern shows that an organization's culture can be characterized by innovation and risk taking (factor 1), attention to detail (factor 2), orientation toward outcomes or results (factor 3), aggressiveness and competitiveness (factor 4), supportiveness (factor 5), emphasis on growth and rewards (factor 6), a collaborative and team orientation (factor 7), and decisiveness (factor 8). These eight orthogonal factors are unambiguously defined. In general, they approximate many of the dimensions to which the qualitative literature on culture has often referred (e.g., Deal absence may reflect the fact that the Adjective Check List does not contain any assessment of obsessive-compulsive tendencies. Overall, the results suggest that the dimensions underlying individual preferences for distinctive cultures are meaningfully associated with characteristic differences in underlying personality variables.
Additional important questions are whether the OCP reflects meaningful organizational dimensions and whether the individual and organizational matrices are similar. To address those issues, we had 826 respondents from the government agency and six accounting firms (groups 4 and 5) profile the culture in their organizational units. Each respondent sorted the 54 items into nine categories on the basis of how much each attribute characterized the focal organization; that is, individuals described their organization's culture, not their personal preferences. We performed a principal components analysis and varimax rotation using those data, again retaining items with loadings greater than .40. Table 3 shows the factor loadings for the 26 items that loaded cleanly on factors retained on the basis of a scree test.
In this instance, seven clearly defined factors emerged. An inspection of the two factor analyses reveals that five of the eight factors shown in Table  1 are replicated almost exactly-innovation, outcome orientation, aggressiveness, detail orientation, and team orientation. Sixteen of the 20 items shown in Table 3 that are also in Table 1 load on the same factors. The nonreplication of the other three individual preference dimensions (supportiveness, emphasis on rewards, and decisiveness) seems to result from a lack of inclusion of the same items. Although direct comparison of the factor structures could be misleading because of the different stem questions, overall there appears to be good comparability between cultures as defined by individual preferences and actual organizational descriptions. The results of the factor analyses suggest that the OCP can provide a reasonable mapping of organizational culture.
Person-Organization Fit and Individual Outcomes
The evidence suggests that the 54 statements represent one possible approach to depicting culture, but an important question remains: Is personorganization fit systematically related to relevant organizational outcomes such as satisfaction, commitment, and turnover? Table 4 organization fit is not significantly related to either age or gender; however, in order to insure that these variables were not affecting the bivariate relationships, we included them as controls in the regression equations. Again, the results, reported in Table 5 Although it is not reported in detail, in addition to the measurement of person-organization fit, we obtained an assessment of person-job fit. Following the approach of Caldwell and O'Reilly (1990), we conducted a job analysis for the position held by all the entry-level accountants (group 1). We obtained a profile consisting of 60 competencies using six subject-matter experts from each of the eight firms. The reliability of this job profile across raters and within firms, assessed using a variation of the Spearman-Brown general prophecy formula, was quite high (.97). Entering accountants also provided a self-assessment using the same 60 competencies, and a personjob fit score was computed (average r = .27, s.d. = 14). We then included this score in the analyses shown in Table 5 Table 2 indicate, individual variations in preferences for different organizational cultures are associated with interpretable differences in personality characteristics. The structure underlying individual preferences (Table 1 ) also appears comparable to the structure underlying the culture in a selection of firms (Table 3) .
The comparatively large number of values examined here also provides a fine-grained evaluation of organizations' cultures. As Chatman (1988) , but little empirical evidence of this association has been available. The lack of a significant correlation between congruence and instrumental commitment here is not surprising, given that our measures of congruence are predicated on fit between individual preferences and organizational values rather than on specific attributes of extrinsic rewards (Meyer & Allen, 1984) .
Of perhaps more practical importance is the association between person-organization fit and turnover almost 24 months later ( Table 6 ). Recall that new accountants completed the OCP during their first few days with their organizations. We then compared individual preferences for a particular organizational culture to an organizational profile provided by a set of experienced organizational members. The degree to which individual preferences matched organizational realities was predictive of turnover two years later. Although some authors have questioned whether the strength of an organization's culture can be measured (Saffold, 1988 In earlier studies, the idea of fit, although important, has remained elusive. As Rynes and Gerhart (1990) pointed out, most discussions of fit have implied something more than a simple match of an individual to a job's requirements and have frequently invoked notions of "chemistry" or finding the "right type" of person. In a study of recruiting M.B.A. graduates, they showed that firm-specific characteristics had significant impacts on recruiters' judgments beyond general employability attributes such as grade point averages and previous accomplishments. The results of the present study are consistent with those findings and suggest the fit of firm-specific and individual values may underlie earlier discussions of chemistry. Controlling person-job fit did not affect the results for person-culture fit as assessed here. Both are relevant. For an individual to be satisfied and attached to an organization, the person may need both task competency and a value system congruent with the central values of the organization. As for the organization, it needs to select people who fit a given situation, which is likely to include some combination of task and cultural requirements. Failure to fit on either dimension may reduce employees' satisfaction and commitment and increase the likelihood of their leaving.
The results of this study can contribute to future research in a number of ways. First, as organizational researchers continue to debate the importance of congruence between individuals and situations, these results demonstrate that a widely used tool for assessing personality can be adapted to provide comparable measures of persons and situations. The development of such methods can allow for research in a number of areas where fit to a job, occupation, or organization is conceived as either an important causal or outcome variable. Second, and more substantive, this research provides an empirically based definition of the pattern of values that define organizational culture. Although further validation of this approach to culture is necessary, the relatively consistent patterns of the individual preferences for values and the observation of those values in organizations suggests that the pattern defining organizational culture is relatively robust. Third, and perhaps of greatest importance, these results demonstrate that the fit between an individual's preference for a particular culture and the culture of the organization the person joins is related to commitment, satisfaction, and turnover. This study and others like it can help clarify both the nature of organizational culture and the impact of cultures on individuals.
